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ABSTRACT 
Attitudes of hospital dietary supervisors were measured as 
affected by a training program. The training program consisted of 
sliqes .and· a conunentary on the managerial skills us,ed by supervisors. 
A pretest and :posttest on th�-content . of the-training program 
were given.to·the supervisors participating in.the training program. 
An attitude questionnaire was adminis�ered to tqe supervisors in the 
training program and to their subordinates. The supervisors and 
subordinates were classified by levels of education and periods.of 
employment. 
The-mean scores of.the achievement posttest shqwed a significant. 
increase over the mean scores of the ach:ievement pretest•; This could 
indicate an increase in knowledge on the .. content of the-training pro-. 
gram by th� participating supervisors. The attitude questionnaire 
mean scores of the participating supervisors did not .. show a significant : 
increase. The supervisors' and the subordinates' attit4de quest�onnaire 
mean scores differed significantly on the-pretest .and posttest. Atti­
tudes are . difficult to change ., and do not necessarily result in a change i· 
of behavior. There.were inconsistent -changes in mean attitude question­
naire scores for the classifications of biographical.data attributable -
to the small numbers in·each·ciassification. 
The·results of this study indicated that .the attitude questionnaire 
posttest mean scores of the supervisors did not:increase.significantly 
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after the training program. The achievement posttest mean scores did 
increase significantly after.the training program. 
iv 
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CHAPTER I 
INTRODUCTION 
First line supervisors are key factors in achieving organization 
effectiveness shown by work group satisfaction and.performance (Rowland 
and Scott, 1968). The. supervisor can be trained to develop a flexible 
leadership style and to adapt this style to the needs of the work group 
(Fiedler, 1967). This training in leadership style is essentially 
attitude training (Gordon, 1955). 
Attitudes function as a.basic determinant of behavior (Fishbein, 
1967a). Attitudes may be measured by the use of an attitude question­
naire. "An attitude survey can be employed as a sensitive instrument 
which will convey otherwise unobtainable information indicating where 
all is well and where remedial action is needed" (Donovan, 1971). 
Training programs affect changes in attitudes (Carroll et al. , 
1972). The training of supervisors helps the person to think in terms 
of the whole organization (Schmuckler, 1971). This acquisition of new 
knowledge is a continuing responsibility for all supervisors (Sartain 
and Baker, 1965). 
The purpose of this study was to measure the attitudes.of hospital 
dietary supervisors as affected by a training program. 
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CHAPTER II 
REVIEW OF LITERATURE 
I. ATTITUDES 
The Nature of Attitudes 
"An attitude is the-predisposition of the individual to evaluate 
some symbol or object or aspect of his world in a favorable or an 
unfavorable manner" (Katz, 1960). The evaluation dimension of an 
attitude enables the measurement of favorableness or unfavorableness 
toward a concept of a person's world (Fishbein, 1967b). 
Opinions can be viewed as the verbal expression of an attitude, 
but an attitude also may have a nonverbal expression (Katz, 1960). 
At�itudes include an affective or feeling core, and a cognitive or 
belief element. When specific attitudes are organized into a 
heirarchical structure, then they form a value system. 
The major functions which attitudes perform for the individual can 
be grouped according to.their motivational basis as follows (Katz, 
1960): 
1. Adjustive function: recognition that individuals strive to 
maximize the rewards in their external environment and 
minimize the penalties. 
2. Ego-defensive function: protection of the ego of the 
individual from his own unacceptable impulses and from the 
knowledge of threatening forces from without the person. 
2 
3. Value-expressive function: positive expression of a person's· 
central values and the type of person he conceives.himself 
to be. 
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4. Knowledge function: ability to give meaning to an individual's 
frame of reference. 
Attitudes have different dimensions. The intensity of an attitude 
refers to the strength of the affective cqmponent (Katz., 1960). The 
dimensions of the cognitive component are specificity or generality_, 
and t�e degree of differentiation or number of beliefs. Attitudes can· 
be related to a value system or to an individual's self-concept .. 
Behavior is a consequent of attitudes and.can be viewed as an 
independent phenomenon related to attitudes. Behavior toward a given 
object is a function of many variables of which attituqes toward the­
object is-only one. Behavior can be determined by situational:or 
individual difference variables, rather than an attitude.associated 
with th� stimulu� object (Fishbein, 1967a). Behavior is a function of 
the.interaction between two attitudes: attitude toward the object and 
attitude toward the situation (Rokeach, 1968). 
Attitude Change 
Attitudes are developed in the proc�ss of making tension-reducing 
responses to various classes of objects (Halloran_, _ 1967). Learning is . 
the process which can modify an.014 attitude or replace·it with a new 
one. Learning can start with a problem or being thwarted in coping 
with a-situation (Katz, 1960). In order to arouse existing attitudes, 
a relevant need state could be activated, and the appropriate·cues· 
associated with t�e content of the attitude ca� be perceived. 
There are three main sources of attitude learning:. (1) direc� 
experieijce·with objects and situations; (2). explicit and implicit 
learning from others; (3) personality development (Halloran, 1967). 
AttJtude change is more likely to.occur (1) when a message 
which relat�s to the individual's needs is presented in such a way 
and at such a ti�e that it .is reinforced by related events; .(2) when· 
the change receives social support; (3) where channels of action or 
obstacles to action are.pointed out to the individual (Hallor�n, 1967). 
Changes in attitudes may occur at different levels within th� 
individual corresponding to differences in the process whereby the 
i�dividual accepts influence. Kelman (1967) distinguishes three dif-. . 
ferent kinds of processes: compliance, identification, and.internali­
zation. Compliance occurs when an individual accepts influence because 
he hopes to achieve a favorable reaction from another person or group. 
Identification can occur when a� individual accepts influence because 
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he wants to establish or maintain a satisfying self-defining relation­
ship to another person or group. Internalizatiqn occurs when an 
individual accepts influence because the content of the induced behavior 
is intrinsically rewarding. The determinants of the three processes can 
be distinguished from one another in terms of the nature of the antici­
pated effect, the source of the.influencing agent's power, and the 
manner in which.the induced responses have become powerful. 
Job Attitudes 
Herzberg et al. (1959) describes two sets of factors which 
determine job attitudes: hygiene factqrs and motivators. Hygiene or. 
maintenance factors describe the job environment and serve primarily to 
prevent job dissatisfaction while having little affect on positive 
attitudes. These factors include.company policy and.admi�istration, 
supervision, interpersonal relations, working condition, and salary. 
The motivators are affective in motivating the individual.to superior 
performance and-effort. They contribute very little to job dissatis� 
faction. The satisfiers include achievement, recognition, work itself, 
responsiqility, and advancement. The two dimensions of job attitudes 
reflect a two-dimensional need structure: one need system for the, 
avoidance of unpleasantn�ss and a parallel need for personal growth. 
The need� that are usually taken.as the starting point for 
motivation are th� physiological drives (Maslow, 1943). If these needs 
are unsatisfied, all other needs become simply non-existent or are 
pushed into the background. As these needs are·satisfied, higher needs 
emerge and dominate the individual. 
After the physiological needs are satisfied, the. next set of needs 
in the.heirarchy of needs are the safety needs. They are concerned 
with the attempt of the individual to seek safety and·stability in his 
world, to seek the familiar rather· than the-unknown. If these needs 
are fairly well gratified, then there will emerge the affiliation and 
belongingness needs. The individual hungers for close relations with 
people in general and for a place in.his group. 
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The fourth set of needs are.the ego needs in which a person has a 
desire f�r a stable, firmly based evaluation of him�elf. These include 
the-desire for achievement, adequacy, confidence, recqgnition and appre­
ciation. The final need is the desire for self-actu�lization. This is 
the t�ndency to become everything that one is capable of becoming. 
In order for an individual to experience psychological success 
within an-organization, individuals must value themselves and aspire to 
experience an increasing sense-of competence. The organization provides 
opportunities fqr work in which the�individual is able to define.his 
immediate.goals and his paths -to these goals (Argyris, 1964). 
II. SUPERVISORS 
Role of� Supervisor 
The supervisor plays a key role in the motivation of the-individual 
worker who is constantly reacting to his total work environment 
(Elliott, 1970). The supervisor can be considered a leader who·has the. 
ability tq infl.uence the thinking, attitudes, and activ�ties of others 
so that they willingly direct th�ir behavior toward organizational· 
objectives (Cribbin, 1972). Supervisors who are effective in accomplish­
ing this are more likely to have subordinates �ho have.more favorable 
attitudes toward members of their own work unit and toward·the hospital 
as _a whole (White, 1971). 
According to Welch (1966), to supervise means to oversee; the. 
supervisor is considered the middle manager. Manageria� abilities 
needed by the middle manager include technical skills and human.relations 
skills. Middle management needs sufficient.knowledge and skill to take 
the available information, produce the action or produc�.desired by top 
management, train the-.workers who will take these actions·or produce 
these prod�cts to management's standards, then.see whether the.workers 
whom they direct perform to meet those standards through supervision, 
and s�e th�t they do through control. 
Standard studies of personnel behavior do nqt necessarily ho14 for 
the wqrkers employed in the food service industry. Supervisors need to 
lea� the ,backgrounds of the.food service workers and the�r specific 
needs, so that-policies and procedures may be instltut�d to gain:sati�­
faction for the worker and increased efficiency for the manager. A 
correlation can exist between the.ability of a supervisor to predict 
attitudes of his worke�s ·and a lower turnover rate (Morgan, 1973). 
Supervisory Style 
The leadership style of a supervisor is a product·of-many.forces 
in the s�pervisor himself, in his subordinates, in the organizational 
system, and.in the dynamic situation which is.of immediate concern. 
These forces shape the pattern of leadership chosen by each supervisor 
who is,adjusting to t�e many pressures and demands of each situation. 
The lead�rship style appropria�e in one organizational system may·be 
irrelevant in.another system (Shetty, 1970). 
The Survey Research Center of the University of Michigan has· 
conducted research into the patterns of supervisory behavior (Mann and. 
Dent, 1956). Supervisors must be able to meet ·the expectations of both 
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superiors and·subordinates to do their jobs well . The supervisors that· 
were rated higher by their superiors were pulling for both the company 
and.the men, dealt.effectively with.others both on a man-to-man basis 
and on a group basis . The employees rated their supervisors higher if 
they used more positive rewards� .and a more general style of leadership . 
Th�·employees felt more free.to discuss personal and job problems and 
were better-trained for their jobs . This .style of supervision also 
resulte� in higher productivity . 
Likert (1961) summarizes and interprets most of the-leadership 
studies conducted by the S�rvey Researc� Center of the University of 
Michigan . Supervisors who h�ve·a.relatively poor production record tend 
to concentrate on keeping their subordinates busily engaged in going 
through a specified work cycle in a prescribed way and at a satisfactory 
rate·as determined by standards. Su�ervisors wit� the-best records of 
performance focus their primary attention on the human.aspects of their 
subordinates' problems, and on endeavoring to build effective work 
groups with high performance goals. Supervisors with the la�ter-orien­
tation were called employee-centered and those with the former.orienta-. 
tion were called job-centered . 
I I I. TRAINING 
Training Programs 
Rundquist (1972) enumerates-ten steps in designing a training 
course; 
1. Interpret course mission . 
2. Identify job incumbent tasks . 
3 .  Establish qualitative job·entry standards . 
4 .  Group job tasks for instructional planning . 
S .  Develop training tasks . 
6 .  Specify tests . 
7 .  Complete objectives . 
8 .  Organize and.schedule.course . 
9 .  Develop and conduct·le�son plans . 
10 . Improve the-course . 
Many food service employees have·never received any formal food 
service training prior to employment with the.company (Gaurnier and 
Fisher, 1970) . Training leads to the profitable use of a person' s· 
resources through which there is fulfil�ment of the individual and of 
the needs of the organization . The supervisor is the one responsible 
for training his workers in order to continually shape the.behavior of 
his subordinates and create a situation in which they can help him to 
get th� job done, (Belsjoe, 1970) . This is referred to as on-the-job 
training . Training also refers to activities ·ranging from the acqui­
sition of simple motor skills to the development and change of complex 
socio-emotional attitudes (Bass and Vaughn, 1966) . 
Supervisors should be trained in methods of being firm and-being 
soft and.when to use each style (Odiorne, 1970) . Training in a firm 
supervisory style helps the.supervisor use corrective discipline, use 
key steps in decision making, and use. reward and punishment .. Training 
in.a soft supervisory style enables the supervisor to obtain employee 
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participation, allow subordinates to set their own goals; and·to change 
employee attitudes toward coercion. 
Evaluation of Training 
The purpose of training evaluation is to determine if the objective 
and content of the training course are consistent with the-goals and 
current needs of the organization (Rose, 1968). Successful evaluation 
includes the assessment and comparison of employee competence before and 
after training. No single method or technique is adequate for the 
total ev�luation of training. · 
The essentials for good training evaluation are the following 
points made by Belasco and Trice (1969): 
1. A clear statement of the expected results of the change 
experience. 
2. The development of relevant, reliable yardsticks which 
measure progress tow�rd the stated objectives. 
3. Application of the yardsticks in terms of the time span. 
implied by the objective. 
4. Establishment of an evaluation design which enables the 
researcher to distinguish the affects of change from those 
of other intervening contaminants. 
5. Establishment of the kinds and sources of information 
required to evaluate the change.experience in terms of the 
objective. 
6. A specification and examination of underlying personality and . 
situational·factors·which explain the change. 
IV. ATTITUDE MEASUREMENT 
Attitude Surveys 
Attitude surveys are conducted for .the following reasons.(Byham, 
1968): (1) to determine the desires of management and:norunanagement 
employees; (2) to determine which units require special attention; 
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(3) tq determine company policies causing dis�atisfaction; (4) to audit 
the effectiveness of management training programs; (5) to evaluate the .. 
effectiveness of the various managers; (6) to dete�ine the effectiveness 
of company communication. 
A.results-oriented.attitude.survey needs a sound conceptual· 
framework. Survey planning begins with discussions of the problem and · 
establishment of desired outcomes. Controls to assure confidentia�ity 
and completion of the survey.need to be developed (Goode, 1973). 
The attitude survey can have problems with obtaining results 
(Wheatley and·Cash, .1973). It .can have·too many items which could 
encourage unfavorable reaction by the partic�pants� The results of the 
survey need to be communicated-to the participants as soon as possible· 
along with the plans management has concerning the ,problem areas. If 
behavioral change.is to result, the manager will perceive a relationship 
between his own behavior and the survey findings· (Sirota, 1970). 
Methods of Attitude Measurement 
Fleishman (1953) studied the patterns of leadership behavior 
related to employee grievances and turnover. He defined the two leader­
ship patterns as "Consideration" which includes behavior indicating 
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mutual trust, respect, and a certain warmth and·rapport between the, 
supervisor and his group, and as "Structure" which includes behavior in 
which the supervisor organizes and defines·the role he expects each 
member -to assume, assigns tasks, plans ahead, establishes ways of getting 
things accomplished, and pushes for production. Low consideration and· 
high structure go with high grievances and high turnover. 
Fiedler (1972) postulates two major styles of leadership in his 
"Contingency Model." One is a leadership style which is primarily task.:. 
oriented, and t�e other is primarily or�ented toward.attaining a posi­
tion of prominence and self-esteem through good personal ,relations. The 
effectiveness of a group is contingent upon th� relationship between 
leadership style and the degree to which the group situations enable the 
leader to exert influence. The leadership style is measured by means 
of the interperception scores which ask the-leader to describe his most 
and least preferred coworker. 
This· review of literature indicates the -.importance of the 
measureme�t of attitudes of hospital dietary supervisors as affected by 
a training program. 
CHAPTER III 
PROCEDURE 
The purpose of this study was to measure the changes.in.attitudes of 
hospital dietary supervisors as affected by a training program. The 
study followed these steps (Table 1): (1) a pilot attitude question-. 
naire was administered to supervisors and subordinates; (2) the revised 
attitude questionnaire was administered to supervisors and subordinates; 
(3). the supervisors in the training program answered an achievement 
pretest; (4) the training program was conducted; (5) the supervisors in 
the training program answered an achievement posttest; (6) the attitude 
questionnaire was administered to supervisors and subordinates; (7) 
background information on the supervisors and subordinates was obtained. 
The training program was conducted at Fort Sanders Presbyterian 
Hospital, Knoxville, Tennessee. Supervisors from the dietary departments 
at Fort Sanders Presbyterian Hospital and from the University of 
Tennessee Memorial Hospital, Knoxville, Tennessee, attended the program .. 
The instructors who administered the-program were the department.head 
and the assistant director of the.dietary department from Fort Sanders 
Presbyterian Hospital. A total of 12 supervisors were in the training 
program. There were 41 SUQordinates working under these supervisors. 
The training program consisted of a series of slides and tapes 
entitled "Arts of Supervision" produced by the Tennessee Hospital. 
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TABLE I 
FLOW CHART OF PROCEDURES 
Subordinates Supervisors 
1. Pilot attitude L Pilot attitude· 
questionnaire· questionnaire 
administered administered 
Experimental Control Experimental Control 
2; Revised 2. Revised 2. Revised 2. Revised 
attitude attitude at�itu�e attitude 
question- question- question- question-
naire ad- naire ad- naire ad- naire ad-
ministered ministered ministered ministered 
3. Answered 
achieve-
ment pre-
test 
4. Training 
p:a:-ogram 
conducted 
5. Answered 
achieve-
ment post-
test 
6. Attitude 6. Attitude 6. Attitude 6. Attitude 
question- question- question- question-
naire ad-. naire ad- naire ad- naire ad-
ministered ministered ministered ministered 
7. Background 7. Background 7. Background 7. Background 
informa- informa- informa- informa-
tion ob- tion ob- tion ob- tion ob-. 
tained tained tained tained 
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Association (1971). The following seven.topics were covered: (1) the 
responsibilitie� of a supervisor; (2) job assignments for sub�rdinates; 
(3) decision making and problem solving; (4) performance evaluation; 
(5) effective discipline; (6) morale and motivation; (7) goal setting. 
Each topic was.followed by a discussion. The one hour classes were 
condu�ted twice each week for four weeks. Additional.time to cover the 
material was arranged if the supervisors were absent due·to days off 
or sickness. 
The background information of the supervisors and subordinates· 
included four categories: level of education; period of'employment.in 
th�s institution; period of employment in thi� institution in·present 
position; past experience in other insti�utions in similar position 
(Appendix B). This information was obtained from the personnel records 
on each employee. All of the supervisors and subordinates were 
classified into the-above categories. 
The attitude,questionnaire was adapted from Fleishman!s Leadership 
Opinion Questionnaire (1953) (LOQ), and from an attitude survey con­
d�cted by Pearman (1972) (Appendix B). A pilot attitude questionnaire 
was given to the-12 supervisors and their 50 s�bordinates in the. 
dietary d�partment at St. Mary's Memorial Hospital, Knoxville, Ten­
nessee. · Th�y indicated their understanding of the questionnaire and 
the questionnaire was adjusted for clarity. 
The reliability of the questionnaire was estimated.through the use 
of the Spearman Rank Order Correlation Coefficient (Downie and Heath, 
1959). This formula shows the c9rreiation between the-pretest and the.· 
posttest administered to the same individual. · Th� questionnai�e was 
administered to the dietary supervisors and their subordinates. After 
five days had·passed, the questionnaire was administ�red again. The· 
scores yielded an.estimate for reliability. 
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The attitude questionnaire was·coded to aid.in making comparisons 
The supervisors did not sign their names; but each questionnaire was 
identifiable with each supervisor through the numbering system. An 
identical questionnaire was given to the-supervisors before the-training 
program and two weeks after completion of the training program. · 
The original attitude questionnaire was modified to relate to the 
attitudes of the subordinates.to their supervisors (Appendix B). This 
survey was given to the-subordinates of the dietary supervisors. The· 
subordinates did· not sign their names. The,attitude questionnaire was. 
coded to aid in making comparisons and.for identification. An identical 
survey was given to the.subordinates -two weeks after completion of the. 
supervisory training program. 
A control group.of supervisors and subordinates-at each hospital 
did not participate in the.training program. They were given the .. 
identical attitude questionnaire administered to the supervisors that· 
were taking the t�aining program and to the subordinates of.these super­
visors. Th� control group was given the-attitude questionnaire at the 
beginning of th�-training program, and two weeks after completion of 
the-program. 
A pretest covering the subject matter of the training program:was 
given to the supervisors before they began the program. The "Hospital 
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Supervisor's Managerial Test" accompanied the training manual published 
by the Tennessee Hospital Association in. conjuncti.on with t�eir. training 
program (Appendix B). An identical posttest was administered two wee�s 
after completion of the training program by the s1:1pervisors. The super­
visors·completed an evaluation of the training program (Appendix B) . 
This was administered two weeks after compl�tion of the training pr�gram 
by the. supervisors. 
Th� hypothesis was that·th�re would be a change in the attitudes of 
the hospital dietary supervisors as a result of the.training program, 
and t�at th�ir subordinates would observe a change in the behavior of 
the-supervisors. This change would .be shown in an increase in mean 
attitude scores. This would be an indication of an increase in positive 
attitudes. 
The data were analyz�d by the Statistical Packag� ·for the Social 
Sciences (Nie et a�. , 1�70) . A numerical value was assigned to e�ch of 
the,possible alternatives on the attitude questionnaire. The order of 
the.yalues was not consistent for each question but is indicated-in 
Appendix B. These values were not indicated on the original question­
naire when it;was administered. The one value was assigned to the 
negative extreme of the attitude co.ntinuum, and the five value was 
assigned tq the pos�tive end of the attitude continuum. This was done 
consistently throughout the questionnaire., The score for an individual . 
was obtained by adding up the-,value assigned to the answer.to each 
question. 
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A one-tailed t-test,was used to det�nnine a positive difference in 
mean scores on the tests (Downie and Heath� 1959). An alpha level was. 
selected at the 0.05 level of significance. The following compari�ons 
were made: 
1. Pretest scores of the c�ntrol and experimental groups: to 
indicate equally matched groups. 
2. Posttest scores of the control and experimental groups: to 
indicate· if a change in at�i tudes had occurred att.ributable 
to the tr_aining program. 
3. Pretest and posttest scores of the control group: to 
indicate whether non-participation in the training program 
resulted in a lack of a significant difference. 
4. Pretest and posttest scores of the experimental group: to 
indicate a positive change attributable to the .training 
program. 
5. Pretest and posttest_scores of the supervisors and subordinates 
of the experimental group: to indicate if a change in the 
supervisors' attitudes was observed by the subordinate�. 
6. Pret�st and posttest scores of supervisors for each category 
of.biographic�! data: tq indicate affect of background o� 
change·in att�tudes. 
7. Pretest and posttest scores of "Hospital ,Supervisor's, 
Managerial Test": to indicate retention of subject matter 
of training program. 
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Based on these data, the hypothesis would be supported if there 
was a significant positive change of attitudes.by the supervisors after 
the.training program. 
CHAPTER IV 
RESULTS AND DISCUSSION 
The hospitals· participating in this study were St. Mary's Memorial 
Hospita� (Hospital.A), Fort.Sanders Presbyterian Hospital (Hospital B), 
and University of Tennessee Memorial Hospital (Hospital.CJ. These 
hospitals were general, .short term, non-profit facilities. Hospital.C 
was.state operated, but Hospitals A and B were privately operated. All· 
three hqspitals had centraliz�d food systems. Th� dietary department 
of Hosvital B was operated by a contract food company. Registered 
dietitians administered the dietary departments of Hospitals A and C. 
Licensed bed capacity was 525 beds for Hospital A, 535 beds for Hospital 
B, and:525·beds for Hospital C. 
The first�line supervisors who h�d immediate responsibility for 
thei; employees were the supervisors . who participated in thi� study. A 
sample job description for the supervisors is included in Appendix B. 
The su�ordinates who worked under these supervisors.were.the food 
service employees who worked in the food production area and the food 
service areas. 
Attitudes were measured for hospital dietary supervisors and·t�eir 
employees. 
20. 
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I. ATTITUDES 
Attitude Questionnaire Test-Retest Scores 
The attitude questionnaire (Appendix,B) was pretested by.the 
supervisors and their subordinates in the dietary department.of Hospital 
A. There were 12 supervisors and SO subordinates who answered the pilot 
at�itude questionnaire. If 20 percent of the .questions.were,not com­
pleted by the respondent, that questionnaire was eliminated from the 
study. 
The correlati9n coefficient between the test-retest scores of the 
supervisors was 0. 87 and was significant;beyond the 0. 001 level. The 
test-retest scores of the subordinates were significant beyond the-0. 001 
level with a correlat�on coefficient of 0. 70. With a correlation 
coefficient of the test-retest attitude questionnaire scores greater 
than the acceptable 0. 05 level of significance, the questionnaire was 
considered to show reliability for use by hospital dietary supervisors 
and subordinates. The mean scores for each response on the-attitude 
questionnaire for the.supervisors and the subordinates are included,in 
Appendix A. 
Attitudes Affected by Training Program 
There were 12 supervisors in the experimental group and five 
supervisors in the control group. The supervisors in the experimental· 
group had 4 1  suqordinates working under them, and the supervisors in 
the control group had 37 su�ordinates working under them. If the . 
. subordinates had more than one supervisor, they completed a questionnaire 
on each.supervisor. There were 88 questionnaires completed by the 
subordinates in the experimental group; there were 42 questionnaires 
completed by the subordinates in the control group. 
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The pretest attitude questionnaire -scores of the supervisors·did 
not.show a significant-difference between the mean scores of the control 
and experimental groups as measured by the t-test (Table 2) .. The· 
subordinates.did not show a significant·difference on the pretest atti­
tude questionnaire mean scores between the control and:the experimental 
groups (Table 2). This might indicate that th�-supervisors and·the 
subordinates in the contro,1 and experimental groups were equally 
matched in relation to their attit4de questionnaire scores. 
The pretest attitude questionnaire scores of the control group did 
not show a.significant difference with the postt�st scores of the 
control group for both the supervisors.and the su�ordinates (Table 2). 
This might.indicate.that the scores did not change since th� supervisors. 
did not participate in the.training program . .  
The posttest attitude questionnaire scores of the e;perimental 
group of supervisors and their subordinates did not show a significant 
dtfference with the posttest scores of the control groups,of supervisors 
and:subordinates .(Table 2) . This might indicate that the training pro­
gram did not result in a significant change of attitudes in the­
supervisors of the experimental group. The subordinates of the super­
visors in the.experimental _group did not observe a significant change.in 
the behavior of their supervisors as a result of the training program. 
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TABLE 2 
STATISTICAL COMPARISONS OF ATTITUDE QUESTIONNAIRE 
SCORES OF SUPERVISORS AND SUBORDINATES 
T-test 1-tail Degrees of 
Categories value :erob. freedom 
Supervisors 
Experimental pretest 
with control prete$t -0.58 0.30· 15 
Experimental posttest 
with control posttest 0.08 0.47 15 
Control pretest 
with control posttest 0.59 0.30 4· 
Experimental pretest 
with experimental 
posttest 0.36 0.36 11 
Subordinates 
Experimental pretest 
with control pretest -0.92 0.18 128 
Experimental posttest 
with control posttest 1.06 0.15 128 
Control pretest 
with control posttest 1.16 0.13 41 
Experimental pretest 
with experimental 
posttest -1. 01  0.16 87 
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TABLE 2 (continued) 
T-test 1-tail Degrees of 
Categories value !?rob •. freedom 
Supervisors and 
Subordinates 
Experimental pretest 
of subordinates with 
e�perimental pret�st 
of supervisors 8.34 0.001*** 97 
Experimental posttest 
of subordinates.with 
experimental posttest 
of supervisors 6.55 0.001*** 97 
Control pretest of 
subordinates with 
control pretes� of 
supervisors· 2. 20. 0.02* 45. 
Control posttest of 
subordinates with 
control posttest of 
supervisors 2.79 0.004** 45 
***· Indicates a level of significance greater than o. 001. 
** 'Indicates a level of significance greater than 0.01. 
*Indicates a level of significance greater than 0.05. 
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The pretest and·posttest attitude·questionnaire scores of the 
supervisors in the experimental group did not shqw a significant·change. 
(Table 2) . These results were the.same for the at�itude questionnaire 
scores of their subordinates. This might be another indication that 
the -,training program did not aff�ct a change in the attitudes of the 
supervisors . 
The significant difference in the attitude questionnaire s�ores was. 
between the scores of the-supervisors.and t�eir.subordinates.(Table 2) . 
The subordinates' attitude questionnaire mean scores were significantly 
lower than-the attitude questionnaire mean scores of the-supervisors. 
The scores of the experimental groups were significant beyond the-0.001 
level; the scores of the control groups were significant·beyond the 0 . 05 
level. This significant.difference was not�d on both the pretest and 
posttest sco�es . 
II . SUPERVISORS' ACHIEVEMENT TEST 
Eleven of the-12 supervisors in the training program took the 
"Hospital Supervisor's Managerial Test"; one supervisor was not present 
when the.test was administered . The pretest and the:posttest scores of 
the supervisors showed a significant.difference at the 0.001 level 
(Table 3) . This difference indicates a change in the scores of the·. 
supervisors towards an increased understanding of managerial skills that 
might be a result of the training program. 
TABLE 3 
STATISTICAL COMPARISONS OF HOSPITAL SUPERVISOR ' S  
MANAGERIAL TEST SCORES 
Statistic 
Total . mean scores 
Standard 
deviation 
T-test 
coefficient 
pretest . with 
posttest 
1-tail probability 
of T-test value 
Degrees of 
freedom 
Pretest 
Scores 
22 •. 1 
±4 . 3 
7.05 
0.001 
10 
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Posttest 
Scores 
28.7 · 
±4.7 
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I I I. BIOGRAPHICAL DATA 
The supervisors and their suqordinates were grouped into each of 
the four categories ;of biographic�l data . The pretest and : posttest _ · 
attitude - mean . scores were tested for significance · by the . t-test for 
each biographical cat�gory of supervisors (Table -4) and subordinates ­
(Table 5) . The · nwnber of respondents .. in each category is classifi�d in 
Tabl e 6 . . 
The f9_llowing groups sho:wed a significant. diff�rence between their 
pretest and , posttest scores : (1.) the . supervisors . in the_ experimentai . 
group who did . not complete high school; (2) the-supervisors in the ­
control group who had more than - five years ! experience in the _present 
institution; (3)  the subordinates in the experiment�! group who - had 
more than one year' s previous experience; (4) the subordinates in the 
control group who had completed high school . Th� · small nwnbers in each 
category plus inconsistent results do not enable generalizati.ons to be 
made ; 
IV. DISCUSSION 
The effect of biographical data upon att.i tuc:1:es has · been studied 
wit� food service employees . A programmed tex� was , evaluated.for 
training food service employees (Sumbingco et ; al .-, 1959) . Bi�graphical 
data were gathered on the participants . A significant -relationship 
between the biographical data and test scores was not shown . These . 
results are further verified by this study . 
TABLE 4 
ATTITUDE . QUEST IONNAIRE MEAN SCORES FOR BIOGRAPHICAL 
CATEGORIES OF SUPERVISORS 
Experimental Control 
Pretest Posttest Pretest 
Catesories Scores Scores : Scores 
Educational Level 
Some high school 168. 7 177 . O* . 170 .0  
Completed high 
school . 165 . 3  167 .. s 168 . 0  
More than high 
school 165 . 4  16LO  156 . 3  
Total Period of 
Present Employment 
1 day to 12 months 169 . 6  171 . 0  174 .0 ' 
over 12 months to 
5 years 162 . 8  163 .0  147 . 5  
over 5 years 166 . 0  168 .0  169 . 0  
Time in Present Job -- --
1 day to 12  months 168 . 5  169 .0  165 .0  
over 12 months to 
5 years 163 . 8  165 . 3  154 •. 3 
over 5 years 0 .0 . o . o  170 . 0  
Previous Work 
Experience 
0 days to 12 
months 167 . 8  170 . 4  169 . 7  
over 12 months to 
5 years 163 . 5  161 . 3  168 . 0  
over 5 years 167 . 0  169 . 7 135 .0  
Indic�tes a lev�l of significance greater than · 0 . 05 . 
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Posttset 
Scores 
160 . 0  
156 . 0  
175. :$ ·  
176. 0 
175 . 0  
156 . 0* 
176 . 0  
168 . 7  
160.0 
169 . 3  
156. 0 · 
174 . 0  
TABLE 5 
ATTITUDE QUESTIONNAIRE MEAN SCORES FOR BIOGRAPHICAL 
CATEGOR IES OF SUBORD INATES 
Experimental Contrql 
Pretest Posttest Pret�st 
Catesories Scores Scares . Scores 
Educational Level 
Some high school 143 . 4  139 . 1 142 . 5  
Completed high 
school 132 . 6  136 .0  145 . 2  
More than high 
school 147 . 8  144 . 8  145 .0  
Total Period of 
Present Employment 
1 day to 12 months 1�7 . 4  134 . 6  144 . 6  
over 12 months - to 
5 years 140 . 1 138 . 4  142 . 2  
over 5 years 140 . 8  148 . 3  144 .9  
' Time in - Present Job -- --
1 day to 12 months 134 . 5  135 . 2  146 . 4  
over 12 months to 
5 years , 143 . 6  140 . l  138 . 4  
over 5 years 14 1 . 2  144 . 0  144 .9  
Previous Work 
Experience 
0 days to 12 
months 140 . 7  137 . 2  145 . S  
over 12 months to 
5 years · 124 . 3  148 . 8 * 133 . 7 · 
over 5 years 0 . 0 0 . 0 171 .0  
* 
Indicates a level of significance great,r than 0 ; 05 . 
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Posttest 
Scores 
14 1 . 6  
151 . 3* 
144 . 3  
148 . 2  
139 . 2 
14 7 . .  6 
149 . 7 , 
135 . 3  
147 . 6 
147 •. 2 
130 . 3  
164 . 0  
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TABLE 6 
NUMBER OF RESPONDENTS IN BIOGRAPHICAL CATEGORIES 
Number of Respondents 
Supervisors Subordinates 
Catesories Exp . Cont:rol Exp . Control . 
Educational Level 
Some high school 3 1 19  17  
Completed high school 4 1 18 14 
More than high school 5 3 4 6 
Total Period of 
Present EmElOl,!!!ent 
1 day to 12 · months s · 1 17  19  
over 1 2  months . to 5 years , 5 2 18 11  
over 5 years 2 2 6 7 
Time in Present Position -- --
1 day to 12  months . 6 1 19  20  
over 12  months to 5 years 6 3 1 7  1 0  
over 5 years 0 1 5 7 
Previous Work 
ExEerience -
O days to 12 · months 5 3 37 33 
over 12  months t9 5 years · 4 1 4 3 
over 5 years 3 1 O · 1 
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The training program studied in this research did not . affect a 
ch�nge in the attitudes of the supervisors-or in their behavior as seen 
by - their subordinates. New information will not modify old attitudes 
unl�ss there is an inadequacy in the existing attitudinal st�ucture as 
it relates to perceptions of new situations (Katz ; 1960) . Th�· many 
dimensions of an attit�de allow a person to absorb new information 
without a maj or modification in attitudes. Even when people are pre­
pared to modify their behavior to a considerable extent, they find . 
themselves in situations which exert . pres�ures to maintain · old 
attitudes and habits . 
The training program did have some value for the participant� 
since it seemed to increase their knowledge as seen by their increase· 
in achievement test scores . This also can be seen from the results of 
the evaluations on the training program by the participating supervisors 
as follows: 
Question 
1 . In what way do you feel you , 
improved as a supervisor as a 
res�lt of the . training pro­
gram? Be specific and cite 
actual situations if possible . 
Responses 
5--showed how to act · as . 
supervisors 
4--illustrated need for 
communications 
2--explained delegation 
techniques 
2 .  What . did you . like best about 
the training program? 
3 .  What did you like ,least about 
the - training program? 
4 .  What would you suggest to 
improve th� training program? 
5 .  What topics would you . suggest 
for fu�ure training programs? 
6-�open discussions 
3--slide ·presentation 
1--partiqipation by supervisors 
from different hospitals 
6--no comment 
2--time away.from the job 
1--short program 
1--tests 
1--one person monopolizing 
discussions 
3--obtain room on , time · 
2--more discussions 
2--conduct : classes after 
working hours 
1--more sessions on 
communications 
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1--more supervisors participating 
from different hospitals 
1--more tests 
1--experts · from ot�er fields to 
condu�t classes 
6--more of the same 
3--�ommunications 
1--practic�l discussions on · 
problems 
! �-minority groups . 
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The subordinates ' attitude questionnaire scores were significantly 
lower than the attitude questionnaire scores of their supervisors . 
Likert ( 1961 )  provides evidence that communications between supervisors 
and subordinates are deficient on important job-related matters. The 
expectations of individual supervisors and subordinates need to be clari­
fied through mutual discussion so that job satisfaction and work motiva­
tion of each group can be optimi zed in different situations (Wernimont , 
197 1 ) .  Five subordinates did comment on their attitude questionnaires 
that they liked the way that their supervisors were performing . 
V. RECOMMENDATIONS 
The training program in this research did not affect a significant 
change in the attitudes of the supervisors. The hypothesis was 
rej ected that a positive change in attitudes would result after the 
training program. The supervisors and subordinates differed signifi­
cantly in their attitudes on how they perceive supervision. 
Future research endeavors concerning attitudes of hospital dietary 
supervisors and their subordinates might include the following : 
1. A long term study to see if attitudes would change over a 
lengthened period of time . 
2 .  Correlation of attitude questionnaire scores with indications 
of supervisory effectiveness , as labor turnover rate , 
productivity rate , and absenteeism . 
3 .  Correlation of attitude questionnaire scores with other 
factors in the job environment , as job satisfaction,  and the 
influence of top-level hospital administration. 
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4 . Analysis of individual . scores and correlation with ·personality 
measures . 
5 .  Larger samples to aid in making comparisqns and · generalizations . · 
CHAPTER V 
SUMMARY 
Attitude change was . measured - for the 12 supervisors of two ­
hospital dietary . departments. An attitude questionnaire was used to 
evaluate this change. The same · questionnaire was . used by a control 
group of supervisors . The subordinates of the supervisors in the 
control and experimental groups used the - same attitude questionnaire 
to measure any change . in the behavior of their . supervisors . 
The tr�ining program consisted of slides relating to managerial 
skills prepared by the Tennessee Hospital Association. An achievement 
pretest and posttest were administered to the participants before and 
aft�r the training program. The · supervisors and subordinates were 
grouped into four biographical categories. 
The training program did not . affect a significant · ch�nge in the . 
attitudes of the supervisors or in th�ir behavior as seen by . their 
subordinates . after the training program. The classifications into· the 
biographic�! categories - did not · shqw consistent changes in the - attitude 
questionnaire scores after the training program. 
The partictpants in the training program in�reased significantly 
in their scores on the achievement �pretest and _posttest to indicate an 
i�crease in knowledge on managerial skills. The participating super­
visors enj qyed the open discussions and would lik� more training 
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programs . on managerial skil �s as indicated . in their written evaluations 
of the training program . 
The supervisors and : subordinates in the - control and experimental 
groups differed significantly in their atti.tude questionnai�e scores ., 
The · scores of the subordinates were lower than the scores of the super- . 
visors . Furth�r research is . needed to identify the variables -whic� 
aff�ct · attit�de change of hospital dietary su�ervisors and . their 
employees . 
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APPENPIX A 
Question 
· · No . · 
l 
. ·2 
3 
4 
5 
6 .  
7 
8 
9 
10 
1 1  
12 
13 
14 
15 
16 
17 
18 
19 
20 
2 1 
22 
23 
24 
25 
26 
27 
28  
29  
30 
31 
32, 
33 
34 
35 
36 
37 
43 
TABLE 7 
TEST-RE!E�T -ATIITUDE QUESTIO�AIRE MEAN SC0RES
a 
OF SUPERVISORS AND SUBORDINATES 
SupeJ'Vis.ors 
, Pre.test P')sttest 
Scei-es - ·sceres 
3' . 3 3·. 9 
4 . 8  4 .-6 
4 . 9  4 . 9 
4 . 7  4 � 8  
4 . 3  4 . 4  ·, 
4 . 5  , 4 . 8  
4 . 3 · · 4 .  3 
3 . 8  4 . 2  
4 . 4  4 . 7  
4 . 2  4 . 2  
4 . 7 4 . 8  
4 . 7 4 . 9 
4 . 1 3 . 9  
4 . 1  4 . 3  
4 . 8  4 . 8  
4 . 3  4 . 5  
3 . 8  3 . 6  
4 . 5  4 � 4  
4 . 7  4 . 8  
3 . 1  3 . 2  
4 . 7 4 . 8  
4 . 0 4 . 2  
2 . 6  3 . 1  
3 . 7 4 . 0 
4 . 8  4 . 7 
4·. 6 4 . 9  
1 .  7 1 . 8  
2 . 5  2 . 3  
4 ·. 7 4 . 7  
4 . 6  4 . 7  
4 . 9  4 . 8  
3 . 1  2 . 8  
4 � 1 4 . 7 
3 . 4  3 . 8  
2 :3 2 . 9  
4 . ·3 4 . 4  
4 � 8  4 .9 
. ' 
Subor�:tnat�.s 
Pretest · · · Positest 
· .Scores ·Sco:tes 
3 . 3 -3,.: 3 
3 . 9  4 . 0 
4 . 3 · 4 . 3  
· 3 . 4  ·3 : • . 6 
3 . 3  ·3 . 8 
4:· 3 4- . 1 
3 .-6 . 3 . 8  
3 . 3  3 . 6  
4 . 2  4 . 3  
3 . 4  3 . �  
4 . 3  4 . 3  
3 . 8  4 . 1  
2 . ,9 3 . 4  
3 . 1  3 . 5  
4 . 0  3 . 8  
4 . 1  4 � 1  
3 . 1 3 . 4  
3 . 5  3 . 8  
3 . 6  3 . 9  
3 . 6  3 . 4  
3 . 9 3 . 6  
3 . 6  3 . 6  
3 . 5  3 . 6  
3 . 5  3 . 5 
3 . 7  3 . 8  
2 , 7  3 . 6  
2 . 3  2 . 4  
3 . 0  2 . 8  
3 , 4  3 . 6  
3 ; 9  4 . 2 . 
3 . 5  3 . 7  
3 , 0  2 . 9  
3 . 5  3 � 5  
3 . 3  3 . 3  
2 . 7  . 2 .  8 
3 . 9  4 . 0  
3 . 9 3 . 8  
,.. 
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TABLE 7 (continued) 
Supervisors Subordinates 
Question Pretest Posttest Pretest Posttest 
Ne . Scares Scetres Scares Scares 
38 4 . 8  4 . 6  3 . 8  4. 0 
39 4 . 9 4 . 6  4 . 0  4 . 2  
4€) 4 .  E) 4 . 2  4 . 1  4 . 3  
Total 163 . 6  167 . 3 140 .2  145 . 9  
Std . Dev . ± 1 1 . 8  ± 12 . 1 ±25 . S  ±28 . 6  
alt should be noted that all values were rounded to the nearest 
tenth . 
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TABLE 8 
ATTITUDE QUESTIONNAIRE MEAN SCORESa OF SUPERVISORS 
Experimental Control 
Question Pretest P0sttest Pretest P0sttest 
Na . Scares Sceres Scores ScE>res 
1 3. 5 3 . 7 3 . 8 3 . 2 
2 4. 8 4. 8 5. 0 5 . 0  
3 5. 0 5 . 0  4. 2 4 . 8  
4 5. 0 5 . 0  5. 0 5. 0 
5 4. 5 4. 4 3 . 8  4. 6 
6 4 . 1 4. 6 4. 0 4. 8 
7 4 . 8  4 . 6  4. 0 5 . 0  
8 3. 5 4. 3 4. 2 4. 4 
9 4. 9 4. 9 5 . 0  5 . 0  
10 3 . 8 4 . 0  3. 4 4.'0 
1 1  4. 9 4 � 8  4·. 6 5. 0 
12 4 . 8  4·. s 4. 6 4 � 8  
13 4. 4 4 . 3  2. 6 4., 0 
14 4. 3 4. 8 4. 4 3. 6 
15 5 . 0  5 . 0  5. 0 4. 8 
16 4. 8 4. 8 4. 2 4. 8 
17 3. 4 3 . 6  4. 2 3 . 4  
18 4. 3 4 . 5  4 . 0 5. 0 
19 4. 2 4. 5 4 . 2  4 . 2 
20  4 . 3 4. 5 3. 8 3. S 
2 1  4. 8 4 . 7 5 . 0  4 . Q  
22 3. 6 4. 3 4. 0 4. 0 
23 2 . 0  3. 1 3 . 2  4 . 6  
24 4. 7 4 � 7  3 . 0  5. 0 
25 4. 4 4. 9 4. 8 5. 0 
26 4 . 8  5. 0 5 . 0 5. 0 
27 1. 8 1 . 4  1 . 4  1. 2 
28 1 . 5  1. 3 1. 4  1 . 2  
29 4 . . 3 4. 5 4. 4 5 . 0  
30 4. 9 4. 6 4. 0 5. 0 
31 4 . 6  4 . 8  4. 4 5. 0 
32 3 . 3  3. 3 3. 8 3 . 8  
33 4 . 0  4 . 2  4. 6 4 . 4  
34 3 . 3 3. 5 4 . 0  4. 0 
35. 2 . 5  2. 6 2. 6 2 . 6 
36 4 . 8 4 . 9  4. 2 5. 0 
37 5. 0 5. 0 3 . 4  3 . 4  
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TABLE 8 ( ccmtinued) 
Experimental Control 
Questien Pretest Pasttest Pretest Posttest 
Na . SceX'es Scares Scores Seeres 
38 4 . 8  4 . 9 5 . 0  5 . 0  
39 5 . 0  5 . 0 4 . 8  5 . 0  
40 3 . 8  3 . 8  4 . 4  4 . 2  
Tatal 166 . 2  167 . 2 16 1 . 4  167 . 6  
Std . Dev • . ±5. 6 ±11 . 1 ±17 . 9  ±10 . 6  
alt shijuld be nated that all values were rounded to the nearest 
tenth . 
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TABLE 9 
ATTITUDE QUEST I0NNAIRE MEAN SCORESa.OF sµBORDINArEs 
Expe�imental Control 
Question Pretest · ' Pesttest Pretest P_osttest 
No. Scares Scares Scores Scares 
1 3 . 0  3 . 1  2 . 8  l 
3 . 1 
2 4 . 2 4 . 0  3 . 9  4 . 0  
3 4 . 0  3 . 6  3 . 9  3 . 8  
4 3 . 9  3 . 8  3 . 7  4 . 0  
5 3 . 6  3 . 7  3 . 2  3 . 2 
6 4 � 1  4 . 0  4 . 1  4 . 4  
7 3 . 6  3 . 5  3 . 4  3 . 5  
8 3 . 8  3 . 6  3 . 5  3 . 7 
9 4 . 2  4 . 1  4 . 4  4 . 2  
1 0  3 . 7  3 . 1  3 . 5  3 . 4  
1 1  4 . 3  4 . 0  4 . 1  4 . 5  
12 3 . 9  3 . 7  3 . 6  3 . 9  
1 3  3 . 3  3 . 0  2 . 6  3 . 1 
14 3 . 6  3 . 6  3 . 1 3 . 3  
15  3 . 9  3 . 9  3 . 8  4 . 2  
16  3 . 7  3 . 5  3 . 6  3 . 7  
1 7  3 . 3  3 ; 1 3 � 3  3 . 4  
18 3 . 7  3 . 5  3 . 4  4 . 1  
1 9  3 . 7  3 . 9  3 '. 8 3 .· ,  
20 3 . 7  3 . 5  3 . 6  3 . 6  
21 3 . 8  3 . 7  3 . 8  3 . 8  
22 3 . 7  3 . 9  3 . 9  3 . 9 
23  3 . � 3 . 6  3 . 6  3 . 5  
24 2 . 4 2 . 3  2 . 1  2 . 4  
25 3 . 8  3 . 7  3 . 7 4 . 1 
26 3 . 8  3 . 9  3 . 6  4 . 0 
27 2 . 4  2 � 4  2 . 4  2 . 3  
28  2 . 4  2 . 1  2 . 2  2 . 2  
29 3 . 5  3 . 6  3 . 6  3 . 5  
30 3 . 8  3 . 9  3 . 6  3 . 7  
31 3 . 8  3 . 6  3 . 8  3 . 9  
32 2 . 8  3 . 0  3 . 4  3 •. 3 
33 3 . 4  3 . 3  3 . 4  3 . 4  
34 3 . 3  3 . 6  3 . 6  3 . 5  
35 2 . 5  2 . 6  2 . 5  2 . 4  
36 3 . 9  3 . 8  4 . 0  4. 0 
37 3 . 6  3 . 7  3 . 7  3 . 7 
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TABLE 9 (cantinued) 
Experimental Cantrol 
Question Pretest ·Past test Pretest fosttest 
No . Scares Scores Scores Scares 
38 4 . 1 3.8 4 . 0  4 . 1. 
39 4 . 1 4 . 0  4 . 1  4. 3 
40 4 . 3 4 . 0  4 . 0  4 . 3  
Tatal 144 . 1  140 . 7  140. 4 144 . 7  
Std-. Dev . ±22 . 3  ±2 1 . 3  ±20 . 4  ±17 . 9 
alt should be n0ted that all values were raunded to the nearest 
tenth . 
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TABLE 10 
MEAN SCORES
a 
OF SUPERVISORS ON HOSPITAL 
SUPERVISOR ' S  MANAGERIAL TEST 
Question Maximum Pretest Posttest 
No . Score Scores Scores · 
1 1 . 0  1.0 1..0 
2 1.0 0.7 1.0 
3 1.0 0 . 7 0.8 
4 1.0 1.0 1 ;0 
5 1.0 1.0 0.9 
6 1.0 0.5 0.8 
7 1.0 0.6 0.9 
8 1.0 0.3 0.-5 
9 1.0 0.5 0.8 
10 3.0 2.1 2.8 
1 1  1. 0 0.5 0.5 
12 1.0 0.8 0.9 
13 1.0 0.3 0.4 
14 1.0 0.4 0.8 
15 1.0 0.8 0.9 
16 1.0 0.3 0 . 5 
17 1.0 0.4 0.6 
18 1 . 0  0.3 0.4 
19 1.,0 0.9 1.0 
20 3.0 1.·5 2.5 
2 1  1.0 0.7 0.9 
22 1 . 0  0.8 1.0 
23 1..0 o.·3 0.5 
24· 1.0 0 .. 5 0.4 
25 1. 0 0.6 1 . 0  
26  1.0 o.s 0.6 
27 1.0 0.0 0.2 
28  1.0 0.4 · 0 . 7  
29  5.0 2.7 3.5 
30 1.0 0.8 0 .9 
Tot�l 38.0 22.1 28. 7 
a
lt should - be not�d that all values ·were rounded to the nearest 
tenth ; 
TABLE 11 
STATISTICAL COMPARISONS OF ATTITUDE QUESTIONNAIRE 
SCORES FOR BIOGRAPHICAL CATEGORIES 
OF SUPERVISORS 
Experimental Centro! 
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Pretest with Pasttest . Pretest. �ith Posttest 
Cate5eries T-value 1-tail ireb . T-value · 1 -tail ;erab . 
Educatianal Level 
Same high scheel 4 . 1  © . 03* 0 . 0  0 . 0  
C0mpleted high 
schael 0 . 33 0 . 38 0 . 0  0 . 0  
Mere than high 
scheel -1 . 70 0 . 08 1 . 49 0 . 14 
Tetal Period ef 
Present Employment 
1 day t� 12 �onths 0 . 37 0 . 37 0 . 0  0 . 0  
over 12 months to 
5 year� 0 . 04 0 . 49 1 . 67 0 . 17 
ever 5 years 0 . 20 0 . 44 -13 . 0  0 . 03* 
Time in.Present Job - -
1 day to 12 months 0 . 16 0 . 44 0 . 0  0 . 0  
ever 12 menths to 
5 years 0 . 31 0 . 39 0 . 88 0 . 24 
aver 5 years 0 . 0  0 . 0  0 . 0 0 .  (i) 
Previous Werk 
Ex;eerience 
0 days t� 12 months 0 . 87 0 . 22 0 . 05 0 . 48 
ever 12 menths ta 
5 years -0 . 3  0 . 38 0 . 0  0 . 0  
ever 5 years 0 . 41 0 . 36 0 . 0  0 . 0  
* :Inqicates a level af significance greate� than 0 . 05 . 
TABLE 12 
STATISTICAL COMPARISONS OF ATI_ITUDE QUESTIONNAIRE 
SCORES FOR BIOGRAPHICAL CATEGORIES 
OF SUBORDINATES 
Experimental Cantrel 
51 
Pretest with Pasttest Pretest with Pasttest 
Cateseries T-value 1-tail freb . T-value 1-tail Erab . 
Educatianal Level 
Same high schaal -0 . 65 0 . 26 - 0 . 19 0 . 43 
Campleted high 
schaal 0 . 54 0 . 30 2 . 23 0 . 02* 
More than high 
sch0al -0 . 53 Q . 32 -0 . 34 0 . 37 
Tatal Periad af 
Present Employment 
1 day t0 12 months -0 . 48 0 . 32 0 . 85 0 . 20 
aver 12 months ta 
5 years -0 . 24 0 . 41 -0 . 51 0 . 31 
aver 5 years 0 . 83 0 . 22 1 , 28 0 . 12 
Time in Present Jab - - -
1 day t0 12 manths 0 . 12 0 . 45 0 . 83 0 . 21 
aver 12 months to 
5 years -0 . 47 0 . 32 - 0 . 48 0 . 32 
aver 5 years 0.30 0 . 39 1 . 28 0 . 12 
Previous Wark 
Exp.eri ence 
O days ta 12 manths -0 . 82 0 . 21 0 . 65 0.26 
aver 12 months ta 
5 years 4 . 14 0 . 02* 0 . 16 0 . 44 
ever 5 years 0 .  €) 0 . 0  0 . 0  0 . 0  
* Indicates a lev�l of signifi�ance . greater than 0 . 05 .  
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TABLE 13 
ATTITUDE QUESTIONNAIRE MEAN SCORES
a 
OF SUPERVISORS IN HOSPITA� B 
Experimental Central 
Question Pretest Pesttest Pretest :Pasttest 
Na . Sceres Scares Scares Scares 
1 3 . 8  4. 1 4 . 5 4. 5 
2 4. 8 4 . 9  5. 0 5. 0 
3 5. 0 5. 0 5 . 0  4. 5 
4 5. 0 5 . 0 5. 0 5. 0 
5 4 . 6  4. 6 4. 0 4 . 0 
6 4. 3 4. 9 3. 0 4 . 5  
7 4. 8 4. 5 4. 5 5. 0 
8 3. 4 4 ; 0  4. 0 4. 5 
9 4 . 9  4 . 9  5 . 0 5. 0 
10  4. 5 4. 9 4 . 5  4. 0 
1 1  4 . 9 4. 6 4. 5 5 . 0 
12 4 . 8  4. 9 4. 5 5. 0 
13 4 . 5  4. 8 4 . 0 4 . 0 
14 4 . 0  4 . 8 4. 0 4. 5 
15 5. 0 5. 0 5. 0 5. 0 
16 4. 9  4. 9 5. 0 4. 5 
17 4. 0 4. 1 4. 5 5 . 0  
18 4 . 3 4. 8 4 . 5  5. 0 
19  4. 4 4. 6 5 . 0 5. 0 
20  4. 4 4. 3 4 . 5  5 . 0 
2 1  4 . 8  5 . 0 5 . 0 5. 0 
22 3 . 3 4. 1 3 . 0  4. 5 
23 1. 9 3. 0 2. 0 4. 0 
2-:i 4. 6 4. 6 4 �.0 5. 0 
25 4. 3 4. 9 5 . 0  5. 0 
26 4 . 8  5. 0 5 . 0  5. 0 
27 2 . 0  1. 5 1. 5 1 � 0 
28 1 . 6  1. 4 1 . 5  1. 5 
29  4 . 4 4. 3 5 . ·o 5. 0 
30 5 . 0  4. 9 4 . 5  5 . 0  
31  4 . 4 4. 8 4 . 5  5 . 0 
32 3. 3 3 . 5  3 . 5  4. 5 
33 4. 0 4. 3 4. 5 5. 0 
34 3 . 0  3. 6 3 . 5  4·.-5 
35 3 . 0  2. 6 4. 0 3 . 0  
36 4 . 8  4 . 9 5 . 0 5. 0 
37 5 . 0 5. 0 5. 0 5. 0 
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TABLE - 13 (centinued) 
Experimental Cantrel 
Question Pretest P0sttest Pretest Posttest 
Na. Sc0re.s Scares Sceres Scares 
38 4. 9 5. 0 5. 0 5. 0 
39 5. 0 5. 0 4. 5 5. 0 
40 3. 6 3. 6 3. 5 3. 0 
T0tal 167. 3 171. 0 169. 5 176. 0 
Std . Dev-. ±6. 6 ±9. 8 ±6. 4 0. 0 
ait should be noted that all values were r0unded to the nearest 
tenth o 
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TABLE 14 
ATTIT_UDE QUESTIQNNAIRE MEAN SCQRES
a 
OF 
SUBORDINATES IN HOSPITAL B 
Experimental C0ntrol 
Questien Pretest Posttest Pretes.t Pesttest 
N0 . Scares Scares Scares Scares 
1 3 . 1 3 . 1  3 . 1 · 3 . 4  
2 3 . 8  4 . 1  3 . 6  3 . 7  
3 3 . 8  3 . 5  3 . 9  3 . 4  
4 3 . 4  3 . 8  .3 . 8  3 . 9  
5 3 . 6  3 . .7 3 . 1 3 . 2  
6 3 . 7  4 . ,0 4 . 0  4 . 2  
7 3 . 5 3 . 4  3 . 8  3 . 6  
8 3 . 5  3 . 7 3 . 4  3 . 4  
9 4 . 0  4 . 1  4 . 1  4 . 1  
10  3 . 5  3 . 1 3 . 3  3 . 3  
1 1  4 . 0  3 . 9  3 . 9  . 4 ." 0  
12 3 . 6  3 . 6  3 . 1 3 . 5  
13 3 . 1  3 . 1  2 . 8  3 . 1 
14 3 . 4  3 . 5  2 :.9 3 . 0 
15 3 . 6  3 .. 8 3 . 8 4 . 1 
16 3 . 5  3 . 6  3 . 8  3 . 5  
17 3 . 3  3 r 2 2 . 9  3 .· 5 
18 3 . 6  3 . 5  3 . 5  3 . 6  
19 3 . 8  3 . 8  3 . 5  3 . 8  
20 3 . 6  3 . 5  3 . 4  3 . 2  
21 3 . 8  3 . 8  3 . 6  3 . 5  
22 3 . 6  3 . 9  3 . 6  3 . 8  
23 3 . 5  3 . 5 3 . 6 3 . 5  
24 2 . 6  2 . 5  2 . 2  2 . 8  
25 3 . 5  3 . 6  3 . 6  3 . 8  
26 3 . 7  3 . 8  3 . 4  3 . 6  
27 2 . 5  2 . 4  2 ! 2 2 . 4  
28 2 . 6  2 . 3  1 . 9  2 . 2 
29 3 . 5  3 . 5  3 . 5  3 . 7  
30 3 . 6  3 . 8  3 . 4  3 . 6  
31  3 . 4  3 . 5  3 . 5  3 . 5  
32 2 . 9  2 . 9 3 .·4 3 · -°  
33 3 . 2  3 . 3 3 . 0  3 . 3  
34 3 . 2  3 . 4  3 . 3  3 . 4  
35 2 . 6  2 . 7  3 . 1  2 . 9 
36 3 . 9  3 . 7  3 . 8  3 . 8  
37 3 . 6  3 . 7 3 . 8  3 . 7  
Question 
Ne . 
38 
39 
40 
Tetal 
Std . Dev o 
TABLE 14 (continued) 
Experimental 
Pretest Pasttest 
Scares Scares 
3 . 9 3 . 6  
3 . 9  3 . 9  
4 . 1 3 . 9  
138 . 6  1 39 . 7  
±21 . 6  ±22.6 
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C0ntrol 
Pretest Posttest 
Scares Scares 
3.8 3 . 7  
3 . 8  4 . 2  
3.6 4 . 1 
134 . 8  139.9 
±19 . 2  ± 18 . 8  
alt sheuld be neted that all values were reunded te the nearest 
tenth .  
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TABLE 15 
ATTITUDE QUEST IONNAIRE MEAN SCORES
a 
0� 
SUPERVISORS IN HOSPITAL C 
Experimental C0ntr0l 
Questien Pretest Pesttest Pretest Pesttest 
No . Scares Scores Scares Scores 
1 3 . 0  2 . 8 3 . 0  3 . 0  
2 4 . 8 4 . 8 5 . 0  5 . 0  
3 5 . 0  5 . 0  3 . 0  5 . 0  
4 5 . 0 5 . 0  5 . 0  5 . 0  
5 4 . 3  4 . 0  3 . 0  5 . 0  
6 3 . 8  4 . 0  4 . 5  5 . 0  
7 4 . 8 4 , 8  3 . 0  5 . 0  
8 3 . 8  4 . 8 4 . 0  4 . 5  
9 5 . 0  5 . 0  5 . 0  5 . 0  
10 2 . 3  2 ! 3 3 . 0  3 . 5  
1 1  5 . 0  5 . 0  5 . 0  5 . 0  
12 4 . 8 4 . 8 4 . 5  5 . 0. 
13 4 . 3  3 . 5  1 . 5  3 . 5  
14 5 . 0  5 . 0  4 . 5  3 . 0  
15 5 . 0  5 . 0  5 . 0  4 . 5  
16 4 . 5  4 . 5  3 . 5  5 . 0  
17 2 . 3  2 . 5  5 . 0  2 . 5  
18 4 . 3  4 .. 0 3 . 0  5 . 0  
19 3 . 8  4 . 3  3 . 0  5 . 0  
20  4 . 3  5 . 0  2 . 5  4 . 0  
2 1. , 5 . 0 4 . 0  5 . 0  3 . 0 
22 4 . 3  4 . 8  4 . 5  3 . 5  
23  2 . 3  3 . 3  4 . 0  5 . 0  
24 4 . 8 5 . 0  5 . 0  5 . 0  
25 4 . 8 5 . 0  5 . 0  5 . 0  
26 5 . 0  5 . 0  5 . 0  5 . 0  
27 1 . 5  1 . 3  1 . 5  1 . 0  
28 1 . 3 1 . 0  1 . 0  1 . 0 
29 4 . 3  5 . 0  3 . 5  5 . 0  
30 4 . 8  4 . 0  3 . 0  5 . 0  
31  5 . 0  5 . 0  4 . 5  5 . 0  
32 3 . 5  3 . 0  5 . 0  4 . 0  
33 4 : 0  4 . 0  5 . 0  3 . 5  
34 4 . 0  3 . 0  4 . 5  3 . 5 
35 1 . 5  2 . 5  1 .  's . 3 .  0 
36 4 . 8 5 . 0  3 . 0  5 . 0  
37 5 . 0  5 . 0  1 . 0 3 . 0  
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TABLE 15 ( ccmtinued) 
Experimental Cantrel 
Question Pretest Pasttest Pretest Posttest 
No. Score.s Scares Scores Scares 
38 4 . 8  4. 8 5. 0 5. 0 
39 5. 0 5. 0 5 . 0 5. 0 
40 4 . 3  4. 3 5 . 0  5. 0 
Tetal 164. 0 159. 5 149. 0 165. 0 
Std. Dev. ±2. 6 ±10. 6 ±26. 9 ±12. 7 
a
lt sheuld be noted that all values were raunded t� the nearest 
tenth .. 
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TABLE 16 
ATTITUDE QUEST IONNAIRE MEAN SCORES
a 
OF 
SU�ORD INATES IN HOSPITAL G 
• .  
Experimental Centrol 
Questien Pretest Pasttes� Pretest Posttest 
Na . Sceres Scares sc,res .scares 
1 2 . 1 2 . 9  3 . 1 3 . 0 
2 4 . 7  4 . 2  4 . 5 4. 2 
3 3 . 5  4 . 3 4.1 4 . 4  
4 4.3 4 . 3  4 . '1 4 .' 3 
5 3.8 3 . 8  3 . 3  3 . 4  
6 4 . 5  4 . 6  4 . 5 4 . 5 
7 3.3 3 . 4  3 . 9  3 . 5  
8 4 . 1  3 . 9  4 . 1  4 . 0  
9 4 : 5  4 .5 4 . 6  4 . 5 
10 3.4 3.8 3,. 7 4 . 0  
1 1  4.8 4.8 4 . 7  4.8 
12 4 . 4 4 . 4  4 . 4  4 . 3 
13 2 . 5  3 . 5  3· : e 3 . 2  
14 4.1 .3 . 9 3 . 6  3 . 5  
15 4 . 2  4 . 3 4 . 6  4 . 1 
16 3.' 4 3.5 4 . 1  3 . 5  
17 2 . 9  3 . 2  3 . 6  3 . 1  
18 3.2 4 . 0 4 . 1  4 . 1  
19  3.6 4 . 4  4 . 0  . 3 . 8  
20 3 � 5 3 ; 6  4 . 3  3 . 5  
2 1  3 . 1  3 . 6  3 . 9  3 . .  9 
22 4. 3 4 . 2  4 . 2  4 . 0  
23 4 . . 2 4.2 3.8 3 . 7  
24 1 . 4  1 . 5  2 . 0  2 . 1 
25 4 . 2  4 . 1  4 . 4  4 . 2  
26 4.4 4 . 1 4 . 3 4 . 0  
27 2 . 1 2 . 2  2 . 0  2 . 4  
28 1 . 6  1 . 6 2 . 1  2 . 2  
29 3 . 5  4 . 1  3 . 7  3 . 4  
30 3 . 7  4 . 1  3 . 9  4 . 2  
31 4 . 5  4 . 1  4 . 5  4 . 2  
32 3 . 2  2 . 6  3 . 8  3 . 3 
33 4 .  (i) 3 . 7  4 . 0  3 . 6  
34 4. 5 4 . 0  3 . 8  3 . 4  
35 2 . 0  2 . 2  1 . 6  2 . 4  
36 3.8 4 . 2  4 . 3 4 � 1  
37 3 . 4  3 . 5  4 . 2  4 .  E) 
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TABLE 16 (continued) 
Experimental Central 
Questi0n Pretest P<:>sttest Pretest Posttest 
Na . Scares Sceres Sceres Scares 
38 4 . 4  4 . 6  4 . 5 4 . 4  
39 4 . 7 4 .. 4 4 . 7 4 . 2  
40 4 . 3  4 . 6  4 . 5  4 . 5  
Total 145 . 8  151 . 0  154 . 8  149 .. 8 
Std . Dev . ±18 . 2 ±19 . 6  ±15 . 3 ±17 . 5  
alt sheuld be noted that all values were reunded to the nearest 
tenth . 
APPENDIX B 
BACKGROUND INFORMATION 
OF EMPLOYEES 
Educatienal Level 
Same high school 
Cempleted high s�heel 
More than high scheol 
Total Period ef Present Empleyrnent 
1 day t0 12 m0nths 
ever 12 months ta 5 years 
ever 5 years 
Time in Present Job 
1 day te 12 menths 
ever 12 months to 5 years 
ever 5 years 
Previous Werk Experience 
O days to 12 months 
ever 12 months t0 5 years 
over 5 years 
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DIRECTIONS FOR TAKING THE 
ATTITUDE QUESTIONNAIRE 
FOR SUPERVI SORS 
Fellawing you wi�l find a numb�r of statements whi�h represent 
epiniens frequently expressed by supervisars cencerning their empleyees • .  
Express agreement ar disagreement with each statement by circ,ling o�e 
af t;he five answers which fol low each stat.e�ent_. There are ne right 0r 
wrong answers. This is te find out hew yeu feel ab0ut each statement. 
Be sure ta read each statement very careful.ly before circling . yeur 
answer. This is very important. You may make any camments .at the end 
ef - the questiannaire in the . space provided . 
Please d0.nat _ sign your . name . We.want yeu to feel f�ee to express 
your epinian without reservatien. We want yGu . .tE> keep yeur emplayees 
in mincl when answering each question. 
PO NOT SKI P ANY QUESTIONS . BE SURE TO CIRCLE ONE ANSWER FOR .. EACH 
QUESTION .  
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KEY TO ANSWERS ; 
SA=Strengly Agree 
MA=Mildly Agree 
U=Undecided 
MD=Mildly Disagree 
SD=Strengly Disagree 
ATTITUDE QUESTIONNAIRE 
FOR SUPERVISORS 
1 .  I sheuld refuse te give in when peaple disagree with me . (S=SD) 
SA MA u MD 
2 o  I sheuld be easy te understand . (S=SA) 
SA MA u MD 
SD 
SD 
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3. I should critici ze the peeple under me in frent ef ethers . (S=SD) 
SA MA u MD SD 
4 o • I sh�uld reward my su'b�.rdinates . fa,r a j ab wel l  done . (S=SA) . .  
S .  I shauld change the duties af my subordinates without · first ta�king 
it ever with them . (S=SD) 
SA MA u MD SD 
6 .  I sheuld try ta keep my subardinates in geed standing with those 
in autheri ty . (S=SA) 
SA MA u MD SD 
7 o  I shauld refuse to explain why I de things . (S=SD) 
SA MA u MD SD 
8 .  I sheuld put the suggestiens ef my subordinates inte operation . 
(S=SA) 
SA MA u MD SD 
9 .  I sheuld be friendly .and easily approached . (S=SA) 
SA MA u MD SD 
KEY TO ANSWERS : 
SA=Strangly Agree 
MA=Mildly Agree 
U�Undecided 
MD=Mildly Disagree 
SD=Strangly Disagree 
l O o  I· shauld rule with an iron hand . (S=SD) 
SA MA u MD SD 
11 . I should ask my subardinates to do things far the good of the 
department . (S=SA) 
SA MA u MD SD 
12 . I should offer new solutions to problems . (S=SA) 
SA MA u MD SB 
l3 o  I shauld needle my subordinates far greater effert . (S=SD) 
SA MA u MD SD 
14 . I should keep my subordinates informed abQut what is . going on in 
t�e hosp�tal . (S=SA) 
SA MA u MD SD 
15 . I should express appreciation when one of my su�ordinates does 
a goad j ob. (S=SA) 
· · 
SA MA u MD SD 
16 . I should demand more than my .subordinates. can do . (S=SD) 
SA MA u MD SD 
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17 . I shauld help my subordin�tes with their personal problems. (S=SA) 
SA MA u MD SD 
18 . I sheuld insist that everything be done my way . (S=SD) 
SA MA u MD SD 
KEY TO ANSWERS : 
SA=Strengly Agree 
MA=Mildly Agree 
U=Undecided 
MD=M.ildly Disagree 
SD=Strongly Disagree 
· 19. I should reject suggestiens for change made by my subordinates. 
(S=SD) 
SA MA u MD SD 
20 . I sheuld treat .my subordinates as my equal. (S=SA) 
SA MA u MD 
21. I should accept p00r werk. (S=SD) 
SA MA u MD 
SD 
SD 
22 . I should see to it that my subardinates work up t0 their limits. 
(S=SA) 
SA MA u MD SD 
23 . I shauld let my subardinates de the wo�k the way that they think 
is best. (S=SA) 
SA MA u MD SD 
24 . I shauld emphasize the meeting of deadlines . (S=SA) 
SA MA u MD SD 
25 . I should show my subordinates how to . improve when I correct them. 
(S=SA) 
SA MA u MD SD 
26 . I should give clear-cut orders and instructi�ns. (S=SA) 
SA MA u MD SD 
27. I should decide in detail what sheuld be dene and hew it sheuld 
be done. (S=SD) 
SA MA u MD SD 
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KEY TO ANSWERS : 
SA=Strongly Agree 
MA=Mildly Agree 
U=Undecided 
MD=Mildly Disagree 
SD=Strangly Disagree 
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28. I should emphasize the amount of work that has t� be done . (S=SD) 
SA MA u MD SD 
29 a I sheuld resist changes in ways of doing things . (S=SD) 
SA MA u MD SD 
30. I should ride my subordinates when they make a mistake. (S=SD) 
SA MA u MD SD 
31 . I should stress the imp0rtance of high morale,. (S=SA) 
SA MA u MD SD 
32 . I should talk abaut haw much more should be . done. (S=SA) 
SA MA u MD SD 
33. I should . criticize a specific act rather than a particu�ar 
individual. (S=SA) 
SA MA MD SD 
34. I should encourage my subordinates te work fast. (S=SA) 
SA MA u MD SD 
35. I should insist that my subordinates fQllaw procedures in every 
detail o (S=SD) 
SA MA u MD SD 
36. I should make the jobs of my subordinates hard�r t� do. (S=SD) . 
SA MA u MD SD 
37. I should net consider the feelings ef my subordinates. (S=SD) 
SA MA u MD SD 
KEY TO ANSWERS : 
SA=Strengly Agree 
MA=Mildly Agree 
U=Undecided 
MD=Mildly Disagree 
SD=Strengly Disagree 
38 . I should be wi lling to make changes . . (S=SA) 
SA MA u MD SD 
39 . I should make my subordinates at ease when talking with· them . 
S=SA) 
SA MA u MD 
40 . I am well qualified t� de my work . (S=SA) 
SA MA u MD 
SD 
SD 
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DIRECTIONS FOR TAKING THE 
ATTITUDE QUESTIONNAIRE 
FOR SUBORDINATES 
F0ll0wing yeu will find a numb�r of statements which represent 
<:>pinions frequently expressed by empl0yees concerning their supervis�rs. 
Express agreement or disagreement with each statement by circling one 
ef the five answers which fellow each statement. There are ne right er· 
wrong answers . This is te find eut hew yeu feel abeut each statement. 
Be sure te read each statement very carefully before circling yeur 
answer. This is very impartant. You may make any comments at the end 
of the questionnaire in the space provided •. 
Please de net sign yeu name. We want yeu to feel free to express 
yeur 0pini0n with0ut reservat�en. We want yeu to keep your .immediate 
supervisor in mind when answering each question. 
DO NOT SKI� ANY QUESTIONS. BE SURE TO Ci'RCLE .ONE ANSWER FOR EACH 
QUESTION. 
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KEY TO ANSWERS � 
SA=Strengly Agree 
MA=Mildly Agree 
U=Undecided 
MD=Mildly Disagree 
SD=Strengly Disagree 
ATTITUDE QUESTIONNAIRE 
FOR SUBORDINATES 
l o  My supervis0r refuses te give in when peeple disagree with 
him . (S=SD) 
SA MA u MD SD 
2 .  My superviser is easy ta understand. (S=SA) 
SA MA u MD SD 
3 .  My supervisor criticizes us in front of ethers. · cs=SD) 
SA MA u MD SD 
4 .  My supervisor rewards us fer a j ob .well dene . (S=SA) 
SA MA u MD SD 
s .  My supervisor changes our d�ties wi�h,out .first talking it over 
with us. (S=SD) 
SA MA u MD SD 
6 .  My supervisor tries to keep us in good standing with those in 
au.thari ty . ( S=SA) 
7 . My supervisor refuses to explain why he does .things . (S=SD) 
SA MA u MD SD 
8 .  My supervisor puts our suggestians intE> operati�n. (S=SA) 
SA MA u MD SD 
9. My supervisor is friendly and can be easily appreached. (S=SA) 
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KEY TO ANSWERS: 
SA=Strengly Agree 
MA=�ildly Agree 
U=Undecided 
MD=Mildly Disagree 
SD=Strangly Disagree 
10 . My supervisor rules with an iran hand. (S=SD) 
SA MA u MD SD 
10 
11. My supervisor asks us ta do things for the g0ed af the department . 
(S=SA) 
SA MA u MD SD 
. 12 .  · My supervisor effers new soluti�ns ta preblems. (S=SA) 
SA MA u MD SD 
13. My supervis0r needles us for greater effert. (S=SD) 
SA MA u MD SD 
14 . My supervisor keeps us informed abeut what is going on in the 
haspital � (S=SA) 
SA MA u MD SD 
lS o My supervisGr expresses appreciation when o�e of us dees a geed 
jab . (S=SA) 
SA . MA u MD SD 
16. My superviser demands more than we can do. (S=�D) 
SA MA u MD SD 
17. My superviser helps us with our 'persanal problems. (S=SA) 
SA MA u MD SD 
18 • .  MY superviser insists that everything be done his way. (S=SD) 
SA MA u MD SD 
KEY TO ANSWERS : 
SA=Strongly Agree 
MA=Mildly Agree 
U=Undecided 
MD=Mildly Disagree 
SD=Strongly Disagree 
19 . My supervisor rej ects our suggestions for change . (S=SD) 
SA MA u MD SD 
20 a My supervisor treats us as his equal . (S=SA) 
SA MA u MD SD 
21 . My supervisor does accept poor work . (S=SD) 
SA MA u MD SD 
22 a My supervisor sees to it that �e work up to our. limits . (S=SA) 
SA MA u MD SD 
23. My supervisor le.ts us do our work the way we think best . (S=SA) 
SA MA u MD SD 
24 . My supervisor emphasizes the meeting of deadlines . (S=SA) 
SA MA u MD SD 
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25 . My supervisor shows us how to improve when he corrects us . (S=SA) 
SA MA u MD SD 
26. My supervisor gives us clear-cut orders and instrµctions . (S=SA) 
SA MA u MD SD 
27. My supervisor decides in detail what should be done and hew it 
should be done . (S=SD) 
SA MA u MD SD 
28. My supervisor emphasizes the amount of work we need to de . (S=S�) 
SA MA u MD SD 
KEY TO ANSWERS : 
SA=Strongly Agree 
MA=Mildly Agree 
U=Undecided 
MD=Mi:ldly Disagree 
SD=Strongly Disagree 
29 . My supervisor resists changes .in ways of doing things . (S=SD) 
SA MA u MD SD 
39 . My supervisor rides us when we mak�. a mis.ta.ke. . ( S=SD) 
SA MA u MD SD 
31 . My supervisor stresses the importance of high m<:>.rale. (S=SA) 
SA MA u MD SD 
32 . My supe�visor talks about how much more .should be done . (S=SA) 
SA MA u MD SD 
33 . My supervi$Gr cri ti�i ze.s a specific act rather than a particular 
ind.ividual . (S=SA) 
SA MA u MD SD 
34 . My supervisor .enc<:>urages us to work fast. (S=SA) 
SA MA u MD SD 
35 . My supervisor insists that we follow procedures in every detail . 
(S=SD) 
SA MA u MD SD 
36 . My supervisor makes our jobs harder to do. (S=SD) 
SA MA u MD SD 
37. My supervisor does not·consider our feelings . (S=SD) 
SA MA u MD SD 
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KEY TO ANSWERS : 
SA=Strengly Agree 
MA=Mildly Agree 
U=Undecided 
MD=Mildly Disagree 
SD=Strongly Disagree 
38 0 My supervisor is willing to make changes . (S=SA) 
SA MA u MD SD 
13 
39 . My superviso� makes us feel at ea?e when talking with hi�. (S=SA) 
SA MA u MD SD 
40. My sup�rvisar is well qualified to . do his work . (S=SA) 
SA MA u MD SD 
HOSPITAL SUPERVISOR' S MANAGERIAL TEST 
1 .  A supervisor is : 
a .  a leader 
b .  an administratar 
c .  an executive 
2 .  Successful supervisors have : 
a. education 
b .  know-how 
c. compassion 
3. All successful supervisors have , one thin.g in cemmon . It is : 
a .  their attitudes 
b .  their personali,ties 
c .  their �ative skill 
4. In arder t0 identify with auth0rity J you must think of yourself as : 
a. a policeman 
b. a parent figure 
c .  a part of the management team 
5 o A geed way te motivat.e · employees is by using : 
a .  fear 
b. personal friendship 
c . performance , standard$ 
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6 .  A new employee should be taught his j ob by ; 
a .  you 
b .  another .empl�yee 
c. a job description 
7. The question, "D0 you send. your. chil,d to a nur�ery?" is : 
a .  none of your business 
b. a direct question 
c .  an unn�cessary question 
8 .  The question, "What _p:revisions have you made. for the care of your 
child?" is : 
a .  another way of asking the same thing 
b. unnecess�rily w9rdy 
c .  an open-end question · 
9 . You should check on applicant's work references, or ask your 
persannel department .. to do so, because : 
a .  it lets the applicant know you choose employees careful.ly 
b .  behavior is repetitive and you can predict what the 
applicant �ill do for you �by kn�wing what he did
° 
for 
other emplayers 
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10 . Because of a 1971 law affecting emplayment ,records , .. emplayers may 
be reluctant to
1 
give complete referenc� infarmation. However, you 
can .still make an evaluation of your .applicant if you .knew thtee 
of the .. follewing things : 
a. dates of emplayment 
b .  his job title and duties. 
c .  how much over-ti.me he worked 
d .  whether he was given a raise 
e .  whether he is eligible for reh.ire . 
11 . Periadically ch.anging job assignments within ycmr . departmen� will 
have what effect? 
a .  it wil l keep your .employees from gett�ng bored 
b .  it will . teach each employee �every job 
c .  it will let you know what _each .employee does best 
12. The kind of order you .shou�d give most frequently is : 
a .  a command. 
b .  an implied order 
c .  a request· 
13 . To tell whether a cemplicated or important order has been 
understoad by the employee : 
a. fol low-up closely 
right thing 
b. speak slowly and 
C o  as� the employee 
14 . A goad supervisor wil l : 
ta see if the 
distinctly 
ta rep.eat the 
a .  net have any serious preble�s 
b .  enjay solving problems 
employee 
ar�er 
c .  make decisions satisfactory to. everyone 
15· . Every prablem has : . .  
a .  one ideal solution 
b .  several possible solutions 
is deing the 
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16 . Th� solution you choose should be determined by : 
a .  the long-term consequences of your. decision 
b .  the -.perscmaH ty of your supervisor 
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c .  the speed with, whic_h your decision can. be put · inte · action ; 
17 . A better term for employee evaluation is : 
a .  pregress report 
b .  appraisa.1 
c. performance r�part 
18 . A progress ,discussion should be held . with each employee once a 
year. 
a .  true 
b. false 
19. Th·e most effective discipline is : 
a .  swift punishment 
b. maintaining standards for performance and behavior 
c .  calling the employee down in front of the other workers 
20 . A continuously poor work performance by an employee results in : 
a .  irritation on the part of the other employees 
b. a slowdown of the work 
c .  a breakdown in the morale of the group 
21. An employee ' s  poor work performance is: 
a. usually the employee's fault 
b .  usually the supervisor's fault 
c. may be the supervisor's fault 
22 . Every hospital job is a public relations job 
a. true 
b. false 
23 . Three vital areas to good public relations are 
c 1 ea n 1 in es s and efficiency . 
24. High morale in a work group always results in: 
a. high productivity 
b. good attendance 
c. happy employees 
--------
25. High productivity is based on performance standards plus good 
morale 
a.. true 
b .  false 
26. What is the best morale booster you can give your employees? 
a .  high salary 
b. personal interest 
c. your own enthusiasm 
d .  job variety 
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27. The fir�t step in job instruction is to demonstrate the task to 
the employee 
a. true 
b. false 
28. The difference between a wish and the fulfillment of the wish 
is 
29. In setting goals for yourself, how many of the following factors 
should you consider? 
a. the need of your hospital 
b. the wishes and needs of your family 
c. your own definition of success 
d. your present assets 
e .  the investment you are willing to make in order to reach 
a goal 
30. Why should goals be specific? (Write answer in your own words. ) 
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EVALUATION OF TRAINING PROGRAM 
BY DIETARY SUPERVISORS 
1 .  In what ways do you feel that you improved as a supervisor as a 
result of the training program ? Be specific and cite actual 
situations if possible. 
2 .  What did you like best about the training program? 
3. What did you like least about the training program? 
4 .  What would you suggest to improve the training program : time, 
room, films, discussion, etc . ? 
5 .  What topics would you suggest for future training programs ?  
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JOB DESCRIPTION 
FOOD SERVICE SUPERVISORa 
Supervises and trains employees engaged in preparing and serving foods. 
Reports directly to the Food Service Director. 
JOB SPECIFICATION: 
Education, Training, and Experience 
High school diploma or equivalent. Vocational training in 
commercial food service preferred. Must have prior working 
experience in food handling preferably in a supervisory 
position 
Aptitudes 
Ability to make decisions, to plan and organize, estimate 
size, quality, and quantity, to pay attention to many items 
at the same time, to meet and deal with people 
PHYSICAL DEMANDS AND WORKING CONDITIONS 
Works inside with normal physical activity. Light lifting and 
carrying . Works within hot areas. 
DUTIES AND RESPONSIBILITIES 
1. Supervises and trains employees in food preparation, use and 
maintenance of equipment , food serving , and other related 
duties . 
2 .  Assigns work to employees. 
3. Inspects work performed by employees. 
4. Maintains employee time sheets and work schedules. 
5. Requisitions food supplies as necessary. 
6. Supervises receiving and storage of food products. 
7. Inspects food service areas for cleanliness, safety, and 
maintenance. 
8. May be required to perform the duties of the employees. 
aJob description used at University of Tennessee Memorial Hospital. 
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VITA 
Sister Dorothy Mary Thum was born in Dayton, Ohio, in 1941. She 
attended Julienne High School in Dayton, Ohio. She graduated from 
Edgecliff College in Cincinnati, Ohio, in June , 1965. A dietetic 
internship was completed at Cincinnati General Hospital in 1966. 
She worked as the Director of the Dietary Department at Our Lady 
of Mercy Hospital in Cincinnati, Ohio. She is a registered dietitian 
with the American Dietetic Association. 
She completed her work for the Master of Science degree with a 
major in Food Systems Administration at the University of Tennessee, 
Knoxville, Tennessee, in March, 1974. 
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